Obtained results can be generalized to countries that are passing or have recently passed a 25 transition, and are similar in cultural characteristics.
Model of Culture Traits empower their people, build organizations as teams and develop human resources at all levels [13] 116 (p. 100).
117
Those individuals, who receive higher levels of inducements from their organization, are 118 likely to be more strongly committed to change than those who receive lower levels for two reasons.
First, the experience of receiving abundant inducements from the work context will help employees to bounce back from stressors and thus to feel positive emotions during change. As a result, they will be more willing to invest their resources in committing to the success of the change [14] (p. 730).
people to act in accordance with those capabilities, is a powerful element of culture that has strong relationships with financial growth in this context [15] (p. 21).
In order to present the state of organizational culture in Serbia, we have conducted a 137 research according to Denison questionary [7] . The survey was conducted by technique of written 138 interviewing. A questionnaire in the form of scale of Likert type for measuring statements (1-139 completely disagree, 2-partly disagree, 3-neither agree nor disagree, 4-partly agree, 5-completely 140 agree), constructed according to Denison model [7] , was used for data collection.
141
The survey was conducted in direct contact with respondents as well as via social network
142
Facebook. Data were collected throughout 2015. The data were analysed and interpreted using programs IBM SPSS Statistics 21 and EXCEL (MS Office). In doing so, we described data in a descriptive manner, and to determine differences in the implementation of Denison model 145 dimension for domestic and foreign companies, we used the t-test for independent samples.
146
The survey started from the basic research hypotheses:
147
H1. There are differences in the organizational culture of enterprises in Serbia in relation to 148 the ownership factor, in terms of whether they are domestic or foreign-owned. 
Research sample

150
The study included 1000 respondents employed in domestic and foreign companies in 29 151 cities in Serbia. Sample description is given in tables 1 and 2. The results shown in the Table 3 and Figure 2 show that the average value complies with 180 certain aspects relating to the mission, between 3-neither agree nor disagree, 4-partly agree. 
152
184
The least mean values consistent with the statements of the mission are shown in the Table   185 4, it can be observed that the statement towards a vision, as a motivator for employees, is largely 186 indifferent both in companies in domestic and foreign ownership. 
Statement Domestic Foreign
There is a long-term purpose of the company existence as well as its
There is a clear mission that gives meaning and direction to our work 3,87 3,91
Our strategic direction is clear to me 3,77 3,71
Independent Samples t-test has been applied to ratings on compliance with paragraphs 197 related to the mission of companies owned by domestic owners as well as of those owned by 198 individuals. 
204
• There is widespread agreement about goals
205
• The leadership has "gone on record" about the objectives we are trying to meet
206
• We continuously track our progress against our stated goals statements in foreign companies.
Consistency
210
The following statements have been observed:
211
• The leaders and managers do what they say
• There is a characteristic management style and a distinct set of management practices
213
• There is a clear and consistent set of values that governs the way we do business
214
•
Ignoring core values will get you in trouble
There is an ethical code that guides our behaviour and tells us right from wrong
216
• When disagreements occur, we work hard to achieve "win-win" solutions
217
• There is a "strong" culture 
225
• There is good alignment of goals across levels Perceptions of consistency in domestic and in foreign-owned companies have been shown 229 in the Table 7 
Statement
Domestic Foreign
Our approach to doing business is very consistent and predictable 3,88 3,67 When disagreements occur, we work hard to achieve "win-win" solutions 3,74 3,88 Ignoring core values will get you in trouble 3,85 3,84
243
The highest average levels of agreement with statements in terms of consistency are shown 244 in the Table 9 . The closest value 4 -partly agree (3.88) is related to the statement, "Our approach to 245 doing business is very consistent and predictable" in domestic-owned companies and the statement,
246
"When disagreements occur, we work hard to achieve ʼwin-winʼ solutions" in foreign-owned 
253
The result of Independent Samples T-Test, Table 10 , shows significant differences among 254 companies owned by domestic or foreign persons when it comes to the following statements:
255
• There is a "strong" culture
256
• Our approach to doing business is very consistent and predictable 
286
• Problems seldom arise because we have the skills necessary to do the job
287
The Table 11 and Figure 4 show the mean values of compliance with the statements related 288 to domestic and foreign companies. 
293
The results show that it is not in one paragraph that describes the involvement of 294 employees has a value that is close to 4 which is an agreement with the statement.
295
The result shows that the mean value of compliance in companies in domestic and foreign 296 ownership are the lowest for the statements presented in the 
303
To analyze the difference in the involvement of employees in domestic and foreign
304
companies, we applied the Independent Samples Test. Table 13 shows the test result.
305
There was a statistically significant difference in statement "Decisions are usually made at 306 the level where the best information is available", so that there was a higher degree of compliance 307 with this statement in foreign companies. 
308
311
We examined whether there was a significant difference between employee involvement in 312 relation to the fact that they worked in domestic or foreign companies. Table 13 shows the results of t-test for independent samples. In the first part of the table, Table 14 and Figure 5 show the mean values of compliance with the following statements 342 for domestic and foreign companies. The difference is expressed so that for the majority of statements, employees in companies with foreign ownership expressed higher level of agreement, Figure 5 . 
354
The highest average rate of compliance with statements on adaptability are shown in Table   355 16. Besides, it should be noted that smaller number of respondents come from companies that 381 are foreign-owned, but their number is 141, which is sample large enough for the credibility of the 382 research results.
356
383
From the conducted research we can conclude that Denison model can be applied to the 384 organizational culture of companies in Serbia.
385
Foreign companies have brought their organizational culture and although people from 
396
Generally, reviews of research results on Denison model, overall and individually, for the 397 company in local and foreign property are shown in Figure 6 . It can be observed that the strength of 398 organizational culture manifestation shares "the same shape" in domestic and foreign companies,
399
which shows the similarity in terms of quality, but the difference is noticeable in quantitative terms 400 in favour of foreign companies.
401
All values obtained are between marks 3 -neither agree nor disagree, and 4 -partly agree. 
